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. Computerization & Quality of Work Life

COMPUTERS IN THE WORKPLACE

Abstract

This paper examines various aspects of computerization and their
effects upon quality of work life in organizations. An integrative model
wa.” developed which views quality of work life as an ever changing dimen-
sion influenced not only by computerization but also by perception of
career success as well as non-work factors. Evaluaticn of gathered data
supported the .todel in that wWorkers experiencing computerization positively
were more 1likely to exhibit organizational commitment. Furthermore,
computerization and perception of career success had an impact upon the
individual's role a.biguity and role conflict in the workplace. Supportive
and Adisconfirming findings are discussed, with future directions for
organizational research outlined. Implications for practitioners are

pointed out as well.
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Computerization & Quality of Work Life

COMPUTERS IN THE WORKPLACE

It is expzcted that by the end of this decade the majority of clerical
as well as managerial workers in North America will use computers in their
daily work (Giuliano, 1982; Gutek, 1983). The impact of computerization
upon job design and work structure has alreac r been substantial, making it
an area of considerable interest for human resource managerient. However,
most of the relevant research has dealt with such areas as human factors
engineering, financing and organizational design (e.g., Lieberman, Selig &
Walsh, 1982, chap. 1 & 2). Furthermore, policy and strategy issues as
related to computer technology have taken most of the limelight in organiz-
ational literature (Megaw & Lloyd, 1984; Pava, 1982), while human rc¢ -~urc~
aspects have largely been ignored even though additional research ir z.ais
area is deemed necessary (Kahn, 1981).

The introduction of computer-based office information technology has
usually been technology-driven, without thorough consideration of potertia-
lly negative effects upon human resources and the quality of work life
(Gattiker, 1984). This approach is forced on management by the fact that
the effects of innovation on personnel are often uncertaip at the time of
its adoption (Kahn, 1931). Technological advances may seem to provide a
competitive edge, but the company adopting them will also have to cope with
the '"growing pains" commor to innovators. One issue concerns the attitudes
and beliefs about the new technology by the workforce (Dierkes & von
Thienen, 1984). As some researchers have pointed out, employee perceptions
about career success and the computerization of their work can affect their
organizational -onmitment (cf. Mowday, Pcrter & Steers, 1982, chap. 3).
Furthermore, computer attitudes and career success perceptions can affect
role conflict/ambiguity (Gattiker & Coe, in press). However, a satisfact-

ory quality of work 1life is crucial to the full utilization of technology

Q
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Computerization & Quality of wWork Life
(Kahn, 1981).

This paper presents an exploratory causal mcodel of employee attitudes
and role perceptions as computerization is more widely implemented. The
model integrates and expands upon previous theory and research in several
related areas. Its purpose is to specify antecedents and consequences of
working with computers, and to examine how those perceptions may affect
organizational commitment and role conflict/ambiguity. So far, findings
that bear on these issues have been presented in piecemeal fashion, but
more comprehensive, integrative studies are lacking.

Literature Review

Computerization and the Transformation of the Workplace

Apart from its impact upon the skill base of a company's workers,
computer technology is expected to alter fundamentally the conditions of
employment in organizations. Potential problems with computerization have
already been specified in the literature and noted in field studies (e.3.,
Kling, 1978). As a consequence of such automation, many tasks could emerge
as less challenging by becoming more routine and repetitive (Shepard, 1971,
chap. 4). Therefore, it is in the interest of both the organization and
its employees to interpret the ever increasing use of office technology as
an improvement in the quality of work 1life (Kahn, 1981). Indeed, one
recent study showed that personal computers were perceived as bein, most
helpful in improving work effectiveness and the gquality of work life
(Gattiker, Gutek & Berger, 1985).

Other relevant concerns are performance and control as perceived by
employees (Salzman & Mirvis, 1985). Although computers may take credit for
improving efficiency and effectiveness on the Jjob, they can also provide
new avenues of control for management which could lead to worker hostility
and unrest (Mankin, Bikson & Gutek, 1982). However, very little empirical

research has been done in this area (e.g., Kling & Iacono, 1984).

2
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S5till another related factor is communication. Some technologies are
more useful for this purpose than others, but the computer appears to have
become an important new tool capable of improving communications. Yet
research has shown that people communicating via computers evaluated each
other less favorably than did people dealing face-to-face (Kiesler, Zubrow,
Moses & Geller, 1985). This result is of crucial significance since a
major part of office work involves the exchange of large amounts of data
and information (Doswell, 1983; Panko, 1984).

Attitudes toward computer-based technology. Most new technologies are

acquired in hopes of facilitating higher productivity and job satisfaction
(Bodmer, 1982; Gutek, 1983). However, th2 relative neglect of use-
attitudes in the study of office information technology could be <<i: -
mental to these goals. Nbjective factors, such as the technolog, .n e
person's work environment, affect subjective factors (e.g., percepticn <
work} which in turn influence 1individual responses (productivity and
absenteeism) (see Xahn, 1981; Katz & Kahn, 1978, pp. 577-609).
Orgenizations need to stay on top of the latest technological develop-
ments to remair competitive. At the same time, they ought to make sure
that their staff adapts to the altered working conditions created by the
introduction of new technology. Employees should feel comfortable with it
and perceive it as being heloful in their work (Gutek, 1983). It aprears
sensible, therefore, to expand the concept of organizational and individual
fit oy including technological constraints as well. As a result, human
resource specialists and organizational researchers should consider
individual, organizational and technological needs when trying to obtain a
good match between a position and a potential employee (Gattiker, 1984).

Computerization and Career Success

Organizational research conducted to date has concentrated on success

from the external career perspective. Numerous popular books suggest

b
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Computerization & Quality of Work Life
career strategies while specifying educational requirements and the
‘proper' entry position to assure hierarchical progression and a successful
career (cf. Blank, 1981; Lynch, 1978; Molloy, 1977). Very few studies deal
with subjective career success as manifested in the worker‘'s own evalua-
tion of his/her carecer progress and satisfaction {e.g., Korman, 1980;
Larwood & Gattiker, in press).

One recent research project developed a scale for perception of career
success of white-collar workers in U.S. metropolitan arzas (Gattiker,
1985). Four facets of career success were measured: financial, inter-
personal, job and 1life success. Computerization has seldom changed an
employee's level of remuneration nor his/her relationships with peers and
management (Gutek, 1983; Pava, 1983). Therefore, a person's perception of
financial and interpersonal career success may not necessarily relate to
his/her feelings about a technclogy (cf. Gattiker, 1984). However, since
computerization affects skill levels as well as the structure of work, it
would be interesting to see if job and life success are related to an
individual's assessment of rnle ambiguity/conflict as well as organiza-
tional commitment (cf. Salzman, 1985; Salzman & Mirvis, 1985). Unfortun-
ately, applied tests of these dimensions are virtually non-existent.

Organizational Commitment

This concept reflects a general affective response by the individual
to the organization as a whole, including its goals and values (Mowday,
Steers & Porter, 1979). Although day-to-day events may have an iwmpact on
an emplnyee's job involvement and satisfaction, transitory incidents
usually will not cause a person to reevaluate nis/her commitment to the
organization (Mowday, Porter & Steers, 1982. chap. 2).

Two dimensions of organizational commitment have been identified in
organizational research: attitudinal and behavioral {Steers & Porter, 1983,

pp. 425-430). While the former is based on the extent to which an individ-

(4
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Computerization & Quality of Work Life 7

ual identifies with a unit by accepting its goals and values, the latter
reflects the employee's feeling of being bound to the organization by
benefits which he/she cannot afford to give up. Research data shows that
attitudinal commitment can affect such behavioral outcomes as turnover,
absenteeism ard ‘ob performance (e.g., Mowday, Porter & Steers, 1982).
Behavioral commitment, on the other hand, will lead to psychological
bolstering in the form of dissonance reduction and self-justification
processes (Angle, 1983; Steers & Porter, 1983, pp. 425-430). Antecedents
of organizational commitment can be social background, perception of career
success and employee attitudes toward computers (Angle & Perry, 1981;
Gattiker, 1984). Nevertheless, testing of these relationships in differen-.
organizational settings is lacking at this time.

Role Conflict and Ambiguity

An especially rich and diverse literature investigating the relation-
ship between role perceptions and work-related attitudes and behaviors has
emerged over the past decade. Researchers have linked two specific forms
of role stress, role ambiguity and role conflict to many dysfunctional
work-related variables (for recent reviews, see Fisher & Gitelson, 1983;
Jackson & Schuler, 1985; and Jackson, Zedeck, Lyness & Moses, 1983).
Bedeian and Armenakis (1981) presented a causal model in which role
conflict and role ambiguity exert direct causal influence on job-related
tensionﬁ job-satisfaction, and propensity to leave an organization. The

path coefficients obtained strongly reinforced their a priori model. A

-m

subsequent replication of their study using four different samples of
respondents produced results which again supported the model (Remery,
Bedeian, Mossholder & Touliatos, 1985).

Censiderable attention has been focused on the negative outcome of

such issues as role conflict and ambiguity. However, few studies have

investigated the effect of certain wora-related attitudes on these phe-
Q
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Computerization & Quality of Work Life 8
nomena (cf. Van Sell, Brief & Schuler 1981). Since computerization
affects quality of work life, some researchers have suggested that computer
attitudes should explain role ambiguity and conflict (Kahn, 1981; Giuliano,
1982). Others have proposed that an individual's assessment of career
success together with his/her computer attitudes relate to his/her organ-
izational commitment and role conflict/ambiguity (e.g., Gattiker, 1984;
Salzman, 1985). Yet these statements still await their test in an organ-
izational setting (cf. Kahn, 1981).

The Model and the Hypotheses

The model presented in Figure 1 incorporates studies about occupa-
tional stress, computer attitudes, perception of career success and
organizational commitment. The introduction oif computers in the workplace
may be stressful because it requires adjustmen. to change and nvolves
adaptation to new roles. Computerization is also assumed to influence the
worker's attitudinal as well as behavioral commitment (Van Sell, Brief &
Schuler, 1981). Finally, there is the linkage between perception of career
success and computerization. Clearly, various issues ahould be taken into
consideration in order to understand the effect of computerization on
quality of work life.

It is hypothesized that the process through which computerization may
create role conflict and ambiguity depends on the individual's computer
attitudes and perceived career success, which are also assumed to affect
attitvdinal and behavioral commitment. This hypothesis is based on the
additivity theme prevalent in the literature about stress (Bedeian &
Armenakis, 1981; Schuler, 1980) as well as computerization and quality of
work life (Gattiker, 1984; Kahn, 1981). The additivity hypothesis states
that changes of great magnitude, as can be expected when computerizing,
require adjustments by the employee. Such changes could lead to differ-

ences in attitudes towards career success, computers, organizational

g




Computerization & Quality of work Life 9
commitment and role ambigquity/conflict (Gattiker, 1984).

The exploratory nature of this study also suggests a locok at other
relationships concerning the computerization process and its effect upon
quality of work 1life. Since role ambiguity has been associated with
reduced organizational commitment (Van Sell, Brief & Schuler, 1981), it is
reasonable to assume that both role ambiguity and role conflict will affect

the employee's behavioral and attitudinal commitment.

Design and Subjects

A stratified sample of twenty-eight employers was invited to part-
icipate in a survey of their personnel's "computer attitudes and perception
of career success." Except for geographic stipulation (Western Canada),
organizations were recruited randomly within each classificaton. We chose
ten firms from the Globe and Mail annual roster of Canada's largest
organizations, 12 medium-sized companies, three educational institutions
and three governmen: agencies. Orcanizational type was not a variable of
interest here. The educational and government institutions were included
because they brought potentially different organizational cultures and
constructs of effectiveness to the sample, thus allowing more reliable
generalizations from the findings (cf. Blalock, 1984, chap. 4).

) All employers were asked to select three to six successful managers
(female and male) and an equal number of support personnel from a variety
of departments, and to distribute a questionnaire to these individuals. 1In
order to avoid influencing selection decisions, organizations themselves
determined what they considered to be '"successful."

Of 380 people asked to take part in the study, 340 agreed and 306

Fesponses were ultimatley received (90%). Completed surveys were returned
LS
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Computerization & Quiality of work Life 10
.rectly to the researchers. Respondents incluced both sexes (about 66%
were female) and approximately 65% were married. Of the 306 participants,
196 (64%) were computer users, while the remainder indicated other primary
techrologies, such as the telephone or typewriter. The analyses performed
for this study are based on the sample of 196 computer users.
Instrument

The anonymous duestionnaire was designed to assess their present
position in terms of success, and aiso their perception of the technology
available to them. It was divided intc five segments, with the first
eliciting information about subjective success. Two thirds of the 38 items
had been developed recently (Gattiker, 1985), with 13 items added for this
new study. The second part of the survey instrument related to one's
feelings toward computer-based technology. Of 27 items, 16 had already
been developed oy Gattiker, Gutek and Berger (1985), and 11 more were
included in this study.

vrganizational commitment was measured by using a previously designed
scale, which is a composite of 15 Likert-scale :tems in a standardized
instrument to assess the degree to which the employee is committed to his
or her employer. It has been shown to predict turnover reliably and
consistently (Mowday, Steeis, & Porter, 1979).

The assessment of role confiict and ambiguity was accomplished with a
scale developed by Rizzo, House and Lirtzman (1970) which uses six items to
measure role ambiguity and eight items for role conflict. These scales
were chosen because of their established psychometric properties (Schuler,
Aldag & Brief, 1977) and wide usage in role theory reearch. A factor
analysis for the present sample confirmed the unidimensional structure of
both scales.

Structural Analysis

Statistical tests can be conducted to determine whether sample data

11




Computerization & Quality of work Life 11
confirm a substantively generated model. Confirinatory factor analysis
provides an excellent method when performing the difficult task of removing
the effects of correlated errors in measurement of the indicators of any |
phenomenon studied. LISREL is a maximum 1likelihood method for testing i
linear structural relationships, explicitly enabling the researcher to i
model correlations in the errors, i.e., the residuals (e.g., Kohn, Schoo-
ler, Miller, Miller, Schoenbach & Schoenberg, 1983, pp. 105-106; Long,
1983). It provides path coefficient estimates along with approximate
t-values to determine the statistical significance of bypothesized in-
dividual relations. For comprehensive analysis, this program computes a
chi-square goodness-of-fit statistic to assess whether all of a model's
hypothesized relations considered together provide an appropriate descript-
ion of population data. Several LISREL runs were done on the data set of
this research, using the computer attitude model introduced earlier (Figure
1). The results obtained with LISREL VI represert the best goodness-of-fit
(optimal solution) within the constraints of our conceptual model.

Joreskog (1978) and others (e.g., Maruyama & McGarvey, 1980) have
warned that since the chi-square statistic is a direct function of sample
size, che probability of rejecting a hypothesized model increases as N
increases. Consequently, virtually all models would be rejected as
statistically untenable with large samples. In response to this dilemma,
previous researchers have recommended two alternatives to the chi-square
statistic for assessing goodness-of-fit with causal models: an Xz/df ratio
(Boruch & Wolins, 1970) and an incremental fit index (Bentler & Bonnett,
1980). EBoruch and Wolins suggest that dividing the degrees-of-freedom for
a causal model in the chi-square value produced by the application of the
model indicates goodness-of-fit. Schmitt and Bedeian (1982), among others,
have considered a 5:1 or 10:1 ratio as a reasonable cut-off.’

A second recommended means for estimating the fit of a causal model is

12



.

to assess its explanatory power over and above a null model that postulates

Computerization & Quality of Work .ife 12

variables. In applying this notion, Bentler and Bonnett (1980) developed

an incremental fit index, delta (4), which can be expressed as

where F, refers to the chi-square value urder the null model previously
proposed, and AF, refers to the chi-square value obtained from the hypothe-
sized model. The resulting difference index (8p,) lies in the interval 0<
A nm<l and represents the incremental fit of a causal model. The use of
delta also provides a measure of the remaining increment in fit possible by
the use of a better model, in that the remaining possible increment is
equal to 1.0 -A. wWhile thr: distribution of delta is unknown, Bentler and
Bonnett claim that an incremental vilue of less than .9 can usually be
improved. In the case of samplzs larger than 100, other researchers
contend that an incremental value of 1less than .95 indicates a poor fit
(Bearden, Sharma & Teel, 1982).
Results

Since the LISREL program evaluates the appropriateness of both the
measurement model and the structural model simultaneously, additional
measured variables are required to achieve identification. 1In the analysis
described here, this identification problem was solved by splitting several
of the variables into their constituent parts. Success perception and
technology attitudes were divided into subscales (factors) consisting of
several items.

The LISREL program also computes a reproduced correlation matrix based
on parameter estimates, and applies an X2 test of significance tc the
difference between the reproduced and observed matrices. Thus the overall
fit of the model to the data can be evaluated. The X2 test with 52 degrees

of freedom is 174.’2 (p<.001). As Bentler and Bonnett (1980) have pointed

i3




Q

Computerization & Quality of Work Life 13
out, the x2 goodness-of-fit test is insufficient when dealing with structu-
ral models because appiication of this criterion for larger samples leads
to rejection of virtually any model as inadequate. Conversely, various
competing models will be equally acceptable in smaller samples. While
there is no set criterion for the X2/df ratio, a ratio of less thcn 10 is
considered satisfactory. The Xz/df ratio obtained is 3.35 for this model.

According to this rule, our model is a reasonable fit to the data.

Insert Figure 2 about here

We also used LISREL VI to gererate a chi-square value for the null
model of "modiiied independence,'" one that allows exogenous variables to
correlate (Bentler & Bonnett, 1280, p. 596). A .90 incremental fit index
was obtained by using the formula described earlier. This result supports

the hypothesized model, based on Bentler and Bonnett's suggestion.

Insert Table 1 about here

Several comments regarding the reported goodness-of-fit criteria are
in order. Since choice of index will obviously influence inferences made
regarding the fit of sample data on the hypothesized model, which fit index
should be used? Bentler and Bonnett (1980) circumvent this problem by
suggesting that the goodness-of-fit should be based on multiple criteria.
When the results presented in this paper are viewed within this context, a
clearer picture emerges.

As mentioned before, Bearden, Sharma and Teel (1982) contended that
with a sample size of >100, the minimum vzliue to be obtained shoulc be
.95. Thus the calculated fit index dces not show a too good fit of the

model, indicating that the hypothesized model could be improved. However,

14




Computerization & Quality of work Life 14

the magnitude of the X2/df ratio of 3.35 (Boruch & Wolins, 1970) supported
the model obtainea with LISREL VI. Based on these results, it appears that
the model obtained via LISREL VI represents a reasonably good fit (Bentler
& Boinett, 1980; Schmitt & Bedeian, 1982).

Table 1 lists maximum likelihood parameter estimates for each sample
of the model shown in Figure 2, as well as the approximate t-statistic for
each path (obtained by dividing its path coefficient by its standard error;
and associated p levels. Except for Gamma 1,2, Gama 2,1 and Lambda 5,3,
all the estimates are significant, according to the t-values in Table 1.

Discussion

Our resuits only partially support the model as presented in Figure 1.
In the theoretical model, some impact of computer attitudes on workers’
organizational commitment was assumed. Individuals who experienced
computerization positively also indicated greater behavioral commitment to
their organization. Technology attitudes were causally related to attitud-
inal commitment. In addition, a connection exists between perception of
career success and role conflict in that a feeling of career success and
life success reduced such conflict for employees. Computerization & career
success is causally related to role ambiguity.

Disconfirming findings show, however, that the additivity theme
prevalent in the stress literature was not supported when applied to the
computerization process. Basic to the model (Figure 1) is the popular
notion expressed in the stress and commitment literature that work percep-
tions have a cumulative effect. The more negative those perceptions, the
more role conflict and ambiguity and the less organizational commitinent are
exhibited by the employee. In these data, perception of career success did
not correlate with role ambiguity nor behavioral/attitudinal commitment.
Furthermore, LISREL could not identify the causal relationships between

computerization & career success and attitudinal/behavioral commitment and
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Computerization & Quality of work Life 15
also role conflict. Neither computerization & work nor technology attitud-
2s identified role ambiguity or role conflict.

However, computerization & career success were causally related to
role ambiguity, while perception of career success was related to role
conflict (e.g., Gattiker, 1984; Latack, 1984; Mowday, Porter & Steers,
1982, p. 56}. Evaluation of the hypothesized model actually suggests that
an understanding of employece attitudes toward computerization & work as
well as his/her technology attitudes do not really explain role conflict/
ambiguity. Moreover, neither perception of career success nor computeriza-
tion & career success explained attitudinal nor behavioral commitment.
Nevertheless, the factor computerization & career success does influence a
person's attitudinal commitment indirectly by way of role ambiguity.
Therefore, questions must be raised about the usefulness and level of
explanation to be achieved with such models.

The results do not confirm most research on job and task character-
istics which suggests that the variable is a direct antecedent of role
ambiguity and conflict. Schuler (1977) postulated that a fit between task
and technology determines role ambiguity and conflict. However, the data
in this study which measured technology attitudes and computerization »
work refute tnat claim. Instead, these factors relate to organizational
commitment only. Even though there is evidence that role ambiguity and
conflict correlate with organizational commitment (Jackson & Schuler,

1985), our data could not establish such a causal link, except between role

ambiguity and attitudinal commitment.

Gattiker (1984) proposed that perception of career success and the
factor computerization & career success would relate to role ambiguity and
conflict. However, causality could not be ostablished; while role amhigu-
ity had a causal relationship» with the exogenous variable computerization &
,~areer success, role conflict actually related to perception of career

ERIC |
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Computerization & Quality of Work Life 1t
success (cf. Gattiker & Coe; in press).

Greater attention should be directed toward the development of

analytic techniques which allow the estimation of concepts and :: &ls that

assume causality. The technique employed in the current paper has been
available for some time and should be used more frequently. Applied tests
of the proposed model (see Figure 1) are in order but non-existent to date
(cf. Jackson & Schuler, 1985).

Several other implications of the standardized solution are also
noteworthy. It suggests that by accentuating role ambiguity, attitudinal
commitment is increased. However, such adjustments may not always be
possible; role ambiguity may be inherent in certain occupations (Jackson &
Schuler, 1985). Moreover, if the additivity of attitudes does not apply to
the effects of computerization, which intermediary variables should be used
to identify possible causal chains? Since conceptual papers and literature
reviews imply that computerization may significantly affect organizational
commitment and role conflict/ambiquity, extensive applied research is
needed to confirm such notions.

Implications for Management
and Future Research

Companies computerize to achieve productivity increases and cost
savings and to remain competitive. However, employee attitudes must be
taken into consideration because they may affect such dimensions as
commitment and stress. Performance, turnover and absenteeism are linked to
attitudinal measures, making the study of such relationships important to
management (e.g., Cammann, 1981). This study represents a step in the
right direction. Due to practical constraints, we could not include all
known determinants of role conflict/ambiguity and organizational comnitment

in the present analysis. As a consequence of these omissions, the estimate

Q ~nf the structural parameters relating the endogenous and exogenous varia-
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bles in the model investigated may be biased. The effect of such bias
on the usefulness of the standardized solution cannot be determined until
data are collected on additional unmeasured variables.

The implications of these results are highly complex. An attempt has
been made here to expand the research on computer-based technology by
studying the causal relationship between user attitudes, perception of
career success (exogunous variables), organizational commitment and role
conflict/ambiguity (endogenous variables). However, this data set did not
identify all causal paths. Our results show that computerization & work as
well as technology attitudes do not causally relate to either role ambigu-
ity or conflict. Furthermcre, perception of career success and computer-
ization & career success show no causal link to attitudinal nor behavioral
commitment. On the other hand, the factor computerization & career success
(cf. Figure 2) affects attitudinal commitment indirectly through role
ambiguity.

Future research should investigaie the causal relationships between
the factors assessed in this study and such behavioral outcomes as absente-
eism and turnover. It would be of particular interest to see if affective
responses as investigated here are causally related to human resource
costs. The expansion of such knowledge would be of great benefit to
practitioners as they attempt to maintain a high quality of work life

while striving for continued organizational effectiveness.




Computerization & Quality of Work Life 18

References
Angle, H. L. (1983). Correlates of instrumental and affective attachment
to organizations. Paper presented at the annual meeting of the

American Psychological Association, Anaheim, CA.
Angle, H. L. & Perry, J. (1981). An empirical assessment of organizational

commitment and organizational eifectiveness. Administrative Science

Quarterly, 26, p. 1-14.
Bearden, W. 0., Sharma, S., & Teel, J. E. (1982). Sample size efrfects on

chi-square and other statistics used in evaluating causal models.

Journal of Marketing Research, 19, 425-430.

Bedeian, A. G., & Armenakis, A. A. (1981). A vath-analytic study of the

consequences of role conflict and ambiguity. Academy of Management

Journal, 24, 417-424.
Bentler, P. M., & Bonnett, D. G. (1980). Significance tests and goodness

of fit in the analysis of covariance structures. Psychological

Bulletin, 88, 588-606.

Blalock, H. M. (1984). Basic dilemmas in the social sciences. Beverly

Hills: Sage Publications.

Blank, R. (1981). Playing the game. New York: Morrow.

Bodmer, W. (1982) Uberlegungen zur Anwendung der Mikroelektronik.
Ergebnisse der Beratungen eines Gesprachskreises der SZF. Wirtschafts

politische Mitteilungen, 38 (5).

Boruch, R. F., & Wolins, L. (1970). A procedure for estimation of trait,

method, and error variance attributable to a measure. Educational and

Psychological Measurement, 30, 547-574.

Cammann, C. (1981). Comments on the organization assessment research pro-

gram. In H. Van de Ven and W. F. Joyce (Eds.), Perspectives on organ-

ization design and behavior (pp. 299-310) New York: John Wiley & Sons.




Computerization & Quality of work Life 19

Dierkes, M., & Von Thienen, V. (1984). Kein Ende der Akzeptanzschwierigkei-

ten moderner Technik? Zum Zusammenhang der informationstechnischen

Entwicklung und ihrer Akzeptanz. (Report No. P84-2). Berlin, west

Germany: Science Center Berlin.

Doswell, A. (1983). oOffice Automation. New York: John Wiley & Sons.

Fisher, C. D., & Gitelson, R. (1983). A meta-analysis of the correlates

of role conflict and ambiguity. Journal of Applied Psychology, 58,

320-333.
Gattiker, U. E. (1985). Human resources utilization and career management.

Proceeding of the National Meeting of the Association of Human Re-

sources Management and Organizational 3ehavior, (pp.458-471). New

York: Maximilian Press.
Gattiker, U. E. (1984). Managing computer-based office information
technology: A process model for management. In H.W. Hendrick and

O. Brown, Jr. (Eds.), Human factors in organizational design. (pp.395-

403). Amsterdam, The Netherlands: Elsevier Science.
Gattisger, U. E., & Coe, L. (in press). Relationship of ccmputer attitudes

with perception of career success. Proceedings of the 46th Annual

Meeting of the Academy of Management, 37.

Gattiker, U. E., Gutek, B. A. & Berger. D. E. (1985). Perceptions of
office technologies by employees. Paper presented at the annual
meeting of the American Sociological Association, Wwashington, DC.

Giulianc, V. (Sept. 1982). The mechanization of work. Scientific
American, pp. 149-164.

Gutek, B. A. (1983). Wwomen's work in the office of the future. In

J. Zimmerman (Ed.), The technological woman. New York: Praeger.

Jackson, S. E., & Schuler, R. S. (1985). A meta-analysis and conceptual
critique of research on role ambiguity and role conflict in work

settings. Organizational Behavior and Human Decision Processes, 36,

2U




Computerization & Quality of Work Life 20

16-78.

Jackson, S. E., Zedeck, S., Lyness, K. S., & Moses, J. L. (1983, August).
Historical overview and critique of research on psychologcial and
organizational ambiguity. Paper presented at the annual meeting of
+he American Psychological Association, Anaheim, Calif.

Joreskog, K. G. (1978). Structural analysis of covariance and correlation

matrices. Psychometrika, 43, 443-477.

Kahn, R.L. (1981). Work and health: Some psychosocial effects of advanced

technology. 1In B. Gardell and G. Johansson (Eds.), Working _life (pp.

17-37). Chichester, UK: Wiley & Sons.

Katz, D., & Kahn, R.L. (1978). The social psychology of organizations.

New York: John Wiley.

Kemery, E. R., Bedeian, A. G., Mossholder, K. W., & Touliatos, J. (1983).
Outcomes of role stress: A multisample constructive replication.
Academy of Management Journal, 28, 363-375.

Kiesler, S., Zubrow, D., Moses, A., & Geller, V. (1985). Affect in computer
mcdiated communication: An experiment in synchronous terminal-to-

terminal discussion. Human-Computer Interaction, 1, 77-104.

Kling, R. (1978). Information systems and policymaking: Computer tech-

nology and organizational arrangements. Telecommunication Policy, 2,

22-32.
Kling, R., & Iacono, S. (1984). Computing as an occasion for social

control. Journal of Social Issues, 40, 77-96.

Kohn, M. L., & Schooler, C., with the collaboration of Miller, J.,
Miller, K. A., Schoenbach, C., & Schoenberg, R. (1983). Wcrk and

personality: An inquiry into the impact of social stratification.

Norwood, NJ: Ablex.

Korman, A. K. (1980). Career success/Personal failure. Englewood Cliffs,

NJ: Prentice-Hall.

|




s o—

Computerization & Quality of Work Life 21
Larwood, L., & Gattiker, J. E. (in press). A comparison of the career paths
used by successful women and men. In B. A. Gutek and L. L. Larwood

(Eds.), Women's career development. Beverly Hills: Sage Publications.

Latack, J. (1984). Career transitions within organizations: An explor-

atory study of work, nonwork, and coping strategies. Organizational

Behavior and Human Performance. 34, 296-322.

Lieberman, M. A., Selig, G. J., & Walsh, J.J. (1982). Office automation.

New York: John Wiley & Sorns.

Long, J. S. (1983). Covariance structure models. Sage University Paper

series on Quantitative Application in the Social Sciences, 07-034.
Beverly Hills, CA: Sage Publications.

Lyach, E.M. (1978). The woman's guide to management. New York:

Cornerstone Library.
Mankin, D., Biksmm, T. K., & Guteck, B. A. (1983). The office of the

futuse: Alternatives and choices. The Futurisc, 16, 33-37.

Maruyama, G. & McGarvey, B. (1980). Evaluating causal models: An
application of maximum-likelihood analysis of structural equations.

Psychological Bulletin, 87, 502-512.

Megaw, E. D., & Lloyd, E. J. (Eds.) (1984). Human-computer interaction.

A special issue of Ergonomics Abstracts, 16(1).

Molloy, J.T. (1977). The woman's dress for suacess book. New York:

Warner Books.

Mowday, R. L., Porter, L. W., & Steers, R. M. (1982). Employee-organiza-

tion linkages. New York: Academic Press.

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of

organizational commitment. Journal of Vocat.onal Behavior, 14,224-247.

Panko, R. R. (1984). Office work. Office: Technolcegy and People, 2,

205-238.

—ava, C. (1983). Managing new office technology. New York: Free Press.

22



.

Computerization & Quality of work Life 22

Rizzo, J., House, R. J., & Lirtzman, S. I. (1970). Role conflict and

ambiguity in complex orcanizations. Administrative Science Quarterly,

15, 150-163.

Salzman, H. (1985). The new merlins or Taylor's automations (Tech. Rep.No.

85-5). Boston: Boston University, Center for Applied Social Science.

Salzman, H., & Mirvis, P. (1985). The workforce transition to new

computer technologies: Changes in skills and quality of work life

(Tech. Rep. No. 85-8). Boston: Boston University, Center for Applied
Social Science.

Schmitt, N., & Bedeian, A. G. (1982). A comparison of LISREL and two stage
least squares analysis of an hypothesized 1life-job satisfaction

reciprocal relationship. Journal of Applied Psychology, 67, PP.

806-817.
Schuler, R. S. (1980). A role perception transactional model of participa-

tion in decision making. Academy of Management Journal, 23, 331-340.

Schuler, R. S. (1977). Role perceptions, satisfaction and performance
moderated by organization level and participation in decision making.

Academy of Management Journal, 20, 159-165.

Schuler, R. S., Aldag, R. J., & Brief, A. P. (1977). Role conflict and

ambiguity: A scale analyses. Organizational Behavior and Human

Performance, 20, 111-128.

Shepard, J. M. (1971). Automation and alienation. Cambridge, MA: MIT Press.

Steers, R.M., & Porter, L.W. (1983). Employee commitment to organizations.

In R. M. Steers and L. W. Porter (Eds.), Motivation and work behavior,

(pp. 441-451). New York: McGraw-Hill.
van Sell, M., Brief, A. D., & Schuler, R. S. (1981). Role conflict and
role ambiguity: Integration of the 1literature and directions for

future research. Human Relations, 34, 43-71.

25




Computerization & Quality of work Life 23

Table 1

Estimates and standardized solution of the model

e e = e = - SR A R SR SR R e R R SR Em SR Em SR e m A A Sm SR SR e R R e e G e e AR e G SR R n SR e R SR e S e R 8 S e Gh e R SR TR Em e TR e e e

Parameter Estimate(ULS) t-valuel
Gamma 1,2 .40 -
Gamma 2,1 .25 -
Gamma >, 4 .65 7.15
Gamma 4,3 .85 4.40
Beta 1,3 -.68 3.29
Beta 2,3 .75 2,65
Phi 2,1 .21 4.03
Phi 4,3 .61 9.70
Lambda-x 1,1 .65 lv.19
Lambda-x 2,1 1.00 19.80
Lambda-x 3,2 .35 4.97
Lambda-x 4,2 99 12.80
Lambda-x 4,3 -.30 4.73
Lambda-x 5,3 ~.26 -
Lambda-x 5,4 1.00 9.50
Lambda-x 6,3 1.00 19.80
Lambda-x 7,4 .51 7.15
" Lambda-x 8,4 .55 7.76
|
Chi-square 174.12
Incremental Fit
df 52 Index .90
Chi-square/df ratio 3.35%

Note. Estimates were computed with Lisrel VI. Because single indicators
existed for etas, the underlying construct relationship was not estimated.

1Non-significant values were not included. All values presented are
o ‘gnificant at the .05 level (two-tail test).
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